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LETTER  OF  TRANSMITTAL 

September  1,  1944 

Montana  State  Board  of  Health 
Montana  Department  of  Public  Welfare 
Montana  Unemployment  Compensation  Commission 

Gentlemen: 

The  Merit  System  rules  for  the  Montana  State  Board  of  Health, 

the  Montana  Department  of  Public  Welfare,  and  the  Montana  Unemployment 

Compensation  Commission  provide  that: 

"...The  Council  shall  examine  into  and  make  a  written 
report  at  least  annually  on  the  operation  of  the  Merit 
System  including  the  conduct  of  examinations,  the  estab- 
lishment of  registers,  certifications  from  the  registers, 
promotions,  salary  advancements,  dissiissals,  demotions, 
transfers,  and  separations,  and  the  maintenance  of 
classification  and  compensation  plans..." 

In  compliance  with  the  above  provision,  we  have  the  honor  of 

transmitting  herewith  the  report  of  the  Merit  System  Council  for  the 

period  from  January  1,  1943  to  December  31,  1943. 

Respectfully  submitted, 

Smnet  J.  Riley,  Chairman 

Francis  A.  Thomson,  Member 

E.  Martin  Larson,   Member 
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REPOKT  OF  MOOTaNA  JOINT  MERIT  SYSTEM  COUNCIL 

Covering  period  from  January  1,  13^3  to  Decem'ber  31.  ^3^3 

KISIOPJCAL  BACKGRCUIO) 

The  Montana  Joint  Merit  Svstem  Council  has  been  in  operation 

since  ilay,  19^0.  Previous  I-ierit  Systems  which  had  been  in  effect  in 

the  agencies  included  under  tne  present  joint  system  continued  in 

operation  ui'ider  separate  rules  as  nearly  identical  as  possible,  which 

were  edopted  on  the  follov/ing  dates: 

Unemployi-ient  Compensatior.  Commission       February  27.  19^0 
Department  of  Public  'Welfare  November  26,  19^0 

State  Board  of  Health  April  lU,  I9U0 

Tne  Joint  Merit  System  also  seirves  the  United  States  Enrployment 
Service  in  Montana  as  a  recruiting  agency.  However,  cill  other  personnel 
actions  in  that  agency  are  under  the  control  of  the  United  States  Civil 
Service  Co...;:.ission. 

I:a  its  first  year  the  Joint  Merit  System  had  the  task  of  giving 
qualifying  examinations  to  all  employe-:.s  luider  the  systeai  v;ho  had  not 
previously  been  examined,  ana  also  of  establi suing  registers  from 
whici'x  uev;  employees  could  be  selected. 

In  the  second  year  of  operation  the  chief  fimction  v.'fs  that  of 
recruiting,  examining  and  certifying  eligi'oles  for  those  classes  of 
positions  in  v;hicn  replacements  were  needed.   T;:is  tas:c  became  in- 
creasingly difficult  in  19^3.  because  of  the  rapid  depletion  of  the 
sup  ly  cf  available  personnel  in  the  State  of  Montrua.  As  r  result, 
a  ratner  Itirge  nunber  of  provision?!  appointments  had  to  be  r^ade  dvxing 
19'+3  ^md  exa-Tiinations  had  to  be  given  more  frc.aently  and  at  more 
centers  throughout  the  State  in  order  to  reach  applicants  while  they 
were  still  interested  in  employment  without  requiring  them  to  travel 

k. 


great  distances  for  the  examlnatlonB. 
MERIT  SYSTSa-i  COUNCIL 

The  members  of  the  Merit  Syste;-  Council  are  Dr.  flnmet  J.  Riley, 
President  of  C?rroll  College  at  Helena;  Dr.  E.  Martin  Larson.  phj'Si- 
cian,  of  Great  Falls;  and  Dr.  Francis  A,  Thonson,  President  of  the 
Montana  School  of  Mines  at  Butte.   The  Council  .iiembers  are  appointed 
for  six-yef'r  terms  in  such  a  manner  thai  one  term  expires  in  each 
even  numbered  year. 

Ti\e   Merit  System  Council  is  responsible  for  establishing  the 
general  policies  with  respect  to  the  personnel  administration  of  the 
agencies  concerned,  and  it  is  empowered  to  xake  recOiTu.iendations  v/ith 
respect  to  methods  and  standards  of  personnel  administration  in  con- 
formitj'-  v/it'-.  the  rules  of  the  various  agencies. 

Daring  the  period  covered  by  this  report  the  Council  has  held 
six  .T.eetings,   Acrng  the  jAatters  w'-ich  have  been  considered  at  these 
meetings  have  been  appeals  from  persons  rejected  from  taking  exardna- 
tions,  cppeals  from  persons  who  failed  examinations,  one  appeal  fro;:i 
a  person  who  was  released  from  emplo'.irient  at  the  end  of  her  proba- 
tionary -.eriod,  changes  in  compensation  and  classification  plans, 
changes  in  I-.erit  Syster.  rules  of  the  agencies,  methods  of  recr-^-it-ien: 
to  seciTe  ai-iicants  for  positions  under  v/ar-time  conditions,  nrob- 
lenis  connected  with  the  reinstatement  of  employees  now  serving  with 
the  United  States  armed  forces,  and  the  adoption  of  a  semi-annual 
budget  for  the  i^ierit  System  Office. 
CKaI:G3S  tk  iaaiJISTRATIVS  REGULATICKS 

During  the  year  1943  the  recruitment  of  mialified  personnel  to 
fill  vacancies  occurring  unc'er  the  Merit  S-'ste.v.  became  increasingly 
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difficult.   Most  of  the  agencies  contlnned  to  have  a  very  heavy  rate 
of  personnel  turn-over,  r.articulsrl--  in  the  lower  ^-rades  of  positions, 
and  examination  results  of  th-^se  people  who  did  a^ply  for  positions 
soon  made  it  evident  that  the  Quality  of  available  personnel  was 
gradually  deteriorating.   Tv;o  steps  were  taken  to  prevt^nt  disastrous 
results.   First,  the  recruitraent  progran  was  intensified  and  examina- 
tions v/ere  given  more  freauently  and  at  nore  centers  throughout  the 
State.   Second,  the  Department  of  Public  Welfare,  which  v/as  suffering 
most  seriously  fror.i  the  loss  of  personnel,  adopted  a  rule  providing 
for  war-duration  appointments,  effective  October  1,  1943.   Under  this 
rule  all  persons  employed  or  promoted  ?fter  that  date  were  given  war- 
duration  status  and  will  be  subject  to  re-examination  in  conpetiti-^n 
with  all  qualified  eligibles  at  the  end  of  the  war. 

During  the  year  oral  interviews  v;ere  not  rea.uired  as  o   v/eighted 
part  of  the  examination,  but  wherever  it  seer.ed  feasible  candidates 
were  interviev/ed  before  appointment,  JBt=c&use  of  the  elimination  of 
the  oral  interview  the  probationary  ;yeriori  became  a  more  important 
part  of  th>^  riualifying  process. 

It  should  be  noted  that  the  changes  in  procedure  in  the  various 
agencies  were  .v.ade  for  the  purpose  of  meeting  present  conditions  and 
involved  no  alterations  in  thf  fundamental  principles  originally  es- 
tablished as  the  basis  for  the  Joint  Merit  System  recruitment. 
RECRUITMSI-TT 

Since  recruitment  in  1943  was  continuous  for  most  classes  of 
positi-ns  under  the  Merit  System  for  which  replaceraonte  were  needed, 
examinations  were  given  at  rather  freouent  intervals  with  a  total  of 


five  examination  prograras  during  the  year.   The  classee  of  positions 
for  which  examinatiins  were  given  In  the^se  various  programs  were: 
Junior  Stenograp'.-er,  Intermediate  Stenographer,  Srnior  Stenogrppher, 
Junior  Clerk,  Telephone  Operator,  Junior  Caseworker,  Junior  Inter- 
viewer, Junior  Child  Welfare  Worker,  Senior  Child  Welfare  Worker, 
Child  Welfare  Consultant,  Child  Welfare  Superviror,  and  Informational 
Hepresentative.  Montana  residence  v/as  required  for  all  clas-^es  of 
positions  except  the  Child  Welfare  series.   In  order  to  secure  adequate 
publicity  for  the  examinations,  annotincenents  were  released  to  the 
following;  groups  and  individ^ials: 

All  postmasters  in  Montana 

All  i;ontan?  service  clubs 

All  clerks  and  recorders  in  Montf.na 

All  county  superintendents  of  schools  in  Montana 

All  colleges  and  business  colleges  in  Montana 

Al3  newspa-oers  in  Montana 

All  schools  of  social  vork  in  the  United  States 

All  persons  whose  names  vera  included  on  office  mailing  lists 

All  me.T.bers  of  the  1943  Montana  Legislative  Assembly 

All  public  and  private  libraries  in  Montana 

All  labor  organizations  in  Montana 

News  releases  were  prepared  from  time  to  ti.ve  stressing  the  posi- 
tions for  which  the  need  for  new  workers  was  the  greatest.   These 
releases  were  sent  to  daily  and  weekly  papers  throxighout  the  state 
and  also  to  all  the  radio  stations  in  the  state.   The  number  of 
applications  received  and  the  number  of  persons  accepted  is  given  in 
Tnble  1. 
HSGZIFT  ACT  HEVISW  OT  APFLICATIOFS 

Most  applicants  ore  not  aware  when  they  fill  out  their  applica- 
tion blanl:  that  this  for/;,  is  actually  a  part  of  their  examination. 
All  applicants  for  popiti  ns  are  accepted  or  rejected  on  the  basis 
of  the  educational  and  work  record  presented  in  the  application  and 
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TABLE  I 

PBRSOTS  APPLYING  FOH  I^RIT  2XAMINATI0KS 

JAN.    1,    1943  -   DEC.    31,    1943 


Examin- 
ation 
Date 


Position 


Per  Cent 

Applied  Admitted  Rejected  Adnitted 


N\3o"ber  pf  Persons 


2-13-43 
5-2^-43 
5-22-43 
5-22-43 

5-22-43 
5-22-43 
5-22-43 
5-22-43 

5-32-43 
5-22-43 
5-22-43 
7-31-43 

7-31-43 
7-31-43 
7-31-43 
7-31-^3 

7-31-43 
11-20-43 
11-20-43 
ll-?0-43 

11-20-43 
11-20-43 
11-20-43 
11-20-43 

11-20-43 
11-20-43 
11-20-43 
12-18-43 

13-18-43 
12-18-43 
12-31-43 


Junior  Caseworker  38 

Senior  Stenographer  20 

Intermediate  Stenographer  32 

Junior  Stenographer  94 

Jiinior  Clerk  84 

Junior  Caseworker  49 

Junior  Interviev/er  41 

Child  Welfare  Supervisor  2 

Child  Welfare  Consultant  6 

Sr.  Child  Welfare  Worker  4 

Jr.  Child  Welfare  Worker  12 

Intermediate  Stenographer  4 

Junior  Stenographer  17 

Junior  Clerk  25 

Junior  Caseworker  6 

Junior  Interviewer  12 

Jr.  Child  Welfare  W-jrker  1 

Senior  Stenographer  13 

Intermediate  Stenographer  14 

Junior  Stenographer  23 


Junior  Clerk 
Telephone  Operator 
Junior  Caseworker 
Junior  Interviev/er 


22 
2 

12 
5 


Informational  Rej^.  4 

Child  V/elfare  Consultant  1 

Sr.  Child  Welfare  Worker  1 

Interraediate  Stenographer  1 


Junior  Stenographer 
Junior  Cr.seworker 
Junior  Caseworker 


36 
18 
30 
94 

84 

43 

40 

0 

2 

0 

11 

3 

17 

25 

4 

11 

0 
11 
14 
23 

22 
2 
9 
4 

4 

0 
1 
1 

1 
3 
2 


2 
2 
2 
0 

94.7 

90.0 

93.8 

100.0 

0 
6 
1 
2 

100.0 

37.8 

97.6 

0.0 

4 
4 

1 
1 

33.3 

0.0 

91.7 

75.0 

0 
0 
2 

1 

100.0 

100.0 

66.7 

91.7 

1 
2 
0 
0 

0.0 

84.5 

100.0 

100.0 

0 
0 
3 
1 

100.0 

100.0 

75.0 

80.0 

0 

1 

0 
0 

100.0 

0.0 

100.0 

100.0 

0 
0 
0 

100.0 
100.0 
100.0 

TOTALS 


551 


515 


36 


93.5 


8. 


are  also  rated  for  training  and  ejq^erience  according  to  the  informa- 
tion shown  in  the  application  form.  Occasionally,  applipations 
are  received  in  the  Merit  Systeai  Office  which  are  so  incomplete 
that  it  is  necessary  to  return  them  to  the  applicant  for  further 
information. 

During  the  entire  year  470  persons  applied  to  take  the  examina- 
tions for  the  various  classes  of  positions  announced  by  the  Merit 
System.  A  number  of  these  people  applied  to  take  more  than  one 
test,  the  total  n\Miber  of  position  applications  being  551,  or  an 
average  of  1.17  applications  per  person. 

Each  r.pplication  was  carefully  processed  as  soon  as  it  was  re- 
ceived in  the  Kerit  System  Office,  and  n  preliminary  evaluation  was 
made  to  determine  whether  the  applicant  could  be  accepted  for  the 
positions  for  which  he  had  filed.   Where  it  was  difficult  to  deter- 
mine whether  the  applicant  met  the  minimum  reauircments,  the  appli- 
cations were  reviewed  by  persons  familiar  with  the  requirements  of 
the  agencies  concerned  and  the  specifications  of  the  positions  for 
which  the  examinations  were  being  given. 

The  per  cent  of  rejections  was  exceedingly  snail,  probably 
because  people  v/ould  not  go  to  the  trouble  of  filing  en   application 
under  present  employment  conditions  unless  they  were  ouite  certain 
that  they  would  meet  the  requirements  of  the  position  and  would  be 
interested  in  accepting  employment  if  it  were  offered  them. 

In  rating  the  application  fto  attempt  was  made  prior  to  the 
examination  to  find  out  whether  or  not  the  experience  and  education 
claimed  by  the  applicant  was  correctly  stated.   However,  after  the 
examinations  were  given,  both  training  rnd  experience  were  verified. 
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Of  the  551  aptjlicatlons  receivod  515  or  93.5  per  cent  were  ac- 
cepted. Almost  all  rejoctions  were  for  prof eselonnl  positions,  and 
in  most  cases  probably  resulted  fron  the  fret  that  cany  people  who 
heard  about  the  exajninations  did  not  have  access  to  the  announcements 
giving  the  specific  requirements  for  each  position  and  hence  did  not 
know  vhat  training  and  experience  \m8  reauired. 
WRITTEN  SXA:.ti::ATIONS 

During  the  period  under  review,  the  written  aesembled  examina- 
tion wap  used  as  the  basic  part  of  the  examination  for  each  class 
of  position.   In  all  cases  these  written  tests  were  composed  of 
objective  questions  of  the  multiple  choice  type.  The  actual  examina- 
tion material  was  developed  with  the  highly  valuable  assistance  of 
the  State  Technical  Advisory  Service  of  the  Federal  Social  Security 
Board,  the  United  States  Civil  Service  Assembly,  and  competent  test 
consultants  from  iiontana,  chosen  because  of  their  expert  qualifica- 
tions in  the  subject  matter  of  the  various  examinations  given. 

The  written  examinations  were  adminietered  throughout  the  state 
in  any  co\inty  from  which  five  or  more  rpplicr.tiono  had  been  received. 
IHiring  the  year  a  total  of  22  test  centers  was  used.   The  examina- 
tions were  conducted  b7  monitors  familiar  vdth  this  t'-pe  of  work,  in 
most  cases  school  rdministratorc  or  teachers.   The  monitors  employed 
In  the  various  examination  progroms  are  listed  in  Table  II.  Many  of 
these  persons  had  given  valuable  essiptance  in  other  eawmination  pro- 
grams cond'ACtod  in  previous  years.   It  v;  s  necessfry  to  conduct  exam- 
Inatione  outside  the  state,  chiefly  for  applicants  for  Child  V/olfare 
positionc.   In  most  cases,  these  people  were  in  school,  and  the 
exfluinations  were  conducted  free  of  charge  by  staff  members  of  the 
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TABLE  II 
MONITORS  FOR  MERIT  EXAMINATIONS 
JAN.  1,  1943  -  DEC.  31,  1943 


Exaninatl^n  Center 


Name 


Title 


Billings 

Bozeman 
Butte 

Dillon 
Gl  endive 

Great  Falls 

Havre 

Helena 

Kr-11  spell 
Lewi st own 

Malta 


Montana  Exani nation  Conters 

Bock,  Dan  A. 
Ever son,  Norma 
Guthrie,  A.  B. 
Nugent,  Lois 

Montgonery,  Zula 
Ragedale,  J.  G. 

Charles,  Florence 
Hodge,  George 
Kennedy,  Ruth 
MacPherson,  Kathrin 

Dorr,  Frances  F. 

Dr.vis,  Lucrotia 
Ogren,  C.  M. 

Clinton,  Evelyn 
Morris,  Beulah  K. 

Ashllne,  Mary  I. 
Gillespie,  0.  Lloyd 
Sears,  Mildred  L. 
Thonpson.  Millicent 

Gold,  Bertha  L. 

Lane,  Edith  0. 

Wnhl,  W.  W. 

Kurtichanov,  Titus 

Hall,  Adelia 
Jones,  iferion 
Rohertson,  G.  E. 

Lesselyong,  J.  H. 
Shannon,  Lillim 


Head  Monitor 
Dictation  Monitor 
Head  Monitor 
Dictation  Monitor 

Dictation  Monitor 
Head  Monitor 

Dictation  Monitor 
Monitor 
Head  Monitor 
Dictation  Monitor 

Head  Monitor 

Head  Monitor 
Head  Monitor 

Dictation  Monitor 
Head  Monitor 

Head  Monitor 
Hepd  Monitor 
Dictation  Monitor 
Dictation  Monitor 

Head  Monitor 
Dictation  Honltor 
Head  Monitor 
Dictation  Monitor 
Hc-ad  Monitor 

Head  Monitor 

Dictation  Monitor 
Head  Monitor 
Head  Monitor 

Head  Monitor 
Dictation  Monitor 
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Exaaination  Center 


Title 


Miles  City 

MlBSOula 

Pler.tji-.'ood 
Shelby 

Wolf  Point 

Seattle,  Wnsh. 
Los  Angeles,  Calif 
Pittsburgh,  Perm. 
Portland,  Oregon 
Morgantowi:,  W.  Vr. 
Chicago,  111. 


Denton,  Glenn  L. 
Gill,  Louisa 

Grady,  Montana 
Wilson,  Brenda  P. 

Nerseth,  Muriel 

Wcapler,  Lois  E. 
Wajaplor,  W.  Nornan 

Davis,  Kry 
Johnson,  Milo  C. 

Out-of-State  Exaaination  Center; 

Ferguson,  Grace  D. 

Gascho,  Edith 

Hathway ,  Mar i  on 

Hillsnan,  Lena 

Sunley,  E.  M. 

Walker.    Wiltia 


Head  Monitor 
Dictation  Monitor 

Dictation  Monitor 
Head  Monitor 

Head  Monitor 

Dictation  Monitor 
Head  Monitor 

Dictation  Ibnitor 
Head  Monitor 


Head  Monitor 
Herd  Monitor 
Head  Monit'^r 
Head  Monitor 
Head  Monitor 
Head  Monitor 


various  schools  of  social  vork. 

The  vTitten  tests  were  scored  b;'  the  use  of  scorlAg  tenplatcs. 
Because  of  the  fact  th«tt  the  number  of  api^licants  for  each  examina- 
tion was  very  small,  it  wasn't  felt  advisable  ;>o  establish  new  passing 
grades  on  the  basis  of  scores  received  in  each  program.   Instead  of 
this  procedure,  the  passing  grade  for  each  class  of  position  was  kept 
at  the  ssiie  level  as  in  the  last  prograi.-i  in  which  a  large  number  of 
persons  was  examined.   Since  it  was  necessJr"  to  prepare  new  written 
examinations  at  frequent  intervals,  evrry  attempt  was  .r.ade  to  keep  the 
difficulty  of  the  test  for  each  class  of  position  about  the  same. 
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1XBLZ   III 

RESULTS  OF  WRITTE:  EXAMIKATIOKS 

JAN.  1,  1943  -  DEC.  31,  1943 


Exarii  na- 
tion 
Date 


Position 


Nunber 


Fer 
Cent 


N'uaber 


Elig-  Appear-                 Cent       Pass-   Fall- 
ible     ing         Absent   A.^pear-   ing        ing 
ing 


2-13-43       Jr.    Caseworker  36 

5-22-43  Sr.    Stenographer  18 

5-22-45  Int.    Stenographer  30 

5-23-43  Jr.    Stenographer  94 

5-22-43  Jr.    Clerk  9- 

5-23-'i3  Jr.    Caseworker  43 

5-22-43  Jr.    Interviewer  40 

5-22-43  Child  Welfare  Cons.    2 

5-22-43  Jr.   Ch,    Welf;.   Krkr  11 

7-31-43  Int.    Stenographer  3 

7-31-43  Jr.    Stenographer  17 

7-31-43  Jr.    Clerk       *  25 

7-31-43  Jr.    Caseworker  4 

7-31-43  Jr.    Interviewer  11 

11-20-43  Sr.    Stenographer  11 

11-20-43  Int.    Stenographer  14 

11-20-43  Jr.    Stenographer  23 

11-20-43  Jr.    Clerk  22 

ll-2C'-43  Telephone  Operator  2 

11-20-43  Jr.    Caseworker  9 

11-20-43  Jr.    Interviev/er  4 

11-20-43.  Infor^iational  Hepr.    4 

11-2C-43  Sr.    Ch,    V/elf.    Wrkr  1 

12-18-45  Int.    Stenographer  1 

13-18-43  Jr.    Stenograi^her  1 

12-18-43"  Jr.    Caseworker  3 

12-51-43  Jr.    Caseworker  2 


30 
13 
21 
68 

67 

33 

22 

1 

10 
3 
7 

14 


4 

6 

10 

17 

16 

1 

7 

3 
4 
1 
1 

1 

3 
2 


6 
5 
9 
26 

17 
10 

18 
1 


83,3  24  6 

72.2  12  1 
70.0  19  2 

72.3  58  10 


79.8  57 

76 . 7  25 

55.0  19 

50.0  1 


1  90.9 

0  100.0 

10  41.2 

11  56,0 


100.0 
36.4 
54.6 
71.4 

73.9 
72.7 
50.0 
77,8 


1  75,0 

0  100.0 

0  100,0 

0  100.0 

0  100.0 

0  100.0 

0  100.0 


4 
4 
5 
9 

15 

13 

0 

6 


10 
8 
3 
0 


10  0 
3  0 
6  1 

11  3 


Per 

Cent 

Pass- 


80.0 
92.3 
90.5 
B5.3 

85.1 

75.8 

86.4 

100.0 

100.0 

100.0 

85.7 

78.6 

100,0 

100.0 

83.3 

90.0 

88.2 

81.3 

0.0 

35.7 


1  2  3". 3 

4  0  100.0 

1  0  100. 0 

1  0  100.0 

1  0  100.0 
3  0  100.0 

2  0  100.0 


TOTALS 


515 


369 


146 


71.6        314     55 


85.1 


13. 


The  nunber  of  position  applications  p.ccepted  during  the  yef.r  was 
515,  v/hile  the  nunber  of  individual  exrjni nations  written  was  359  or 
71.6  per  cent  of  those  ellgiole  to  prrticipnte.   Exrjninati  ins  were 
given  as  soon  as  possible  c.ftcr  the  receipt  of  applications;  however, 
in  spite  of  this  fact  c-   good  nany  people  received  other  positions 
before  the  tests  were  given  and  were  no  longer  interested  in  eaployaent 
under  the  Merit  System.  This  was  particularly  true  in  the  stenographic 
field.   It  appears  likely  that  many  people  who  were  seeking  employment 
Included  Merit  System  positions  with  a  number  of  others  at  the  tine 
they  were  looking  for  work  and  then  were  successful  In  securing  jobs 
outside  the  Merit  System  which  paid  more  money  than  they  could  re- 
ceive in  state  employment. 
STEITCGHAPHIC  PEBtFOKLAIICS  TESTS 

For  all  classes  of  stenographic  and  typing  poritions,  r  perform- 
ance test  was  required  in  addition  to  tho  written  examination.   This 
perforr..nnce  test  was  devised  to  test  the  applicant's  speed  rnd  ac  ■^•'.iracy 
both  in  typing  and  in  dictaticn.   The  pcrformrnce  test  was  ;  Iwaj's 
given  on  the  sajne  day  as  the  written  test  in  order  to  save  tino  and 
travel  for  the  candidates  end  nonit'-rs.   Occasionally,  thare  hrs  been 
some  objection  to  taking  the  two  exr-d nations  on  the  sr.r;.e  day,  but  in 
the  past  year  there  were  actually  more  objections  to  using  r  full  day 
for  the  test  (written  test  in  the  forcno'^n  and  perforr.ance  tost  in 
the  afternoon),  and  r.an  candidates  asked  t->   be  allowed  to  take  the 
entire  cx£iminati"n  at  one  sitting  so  ct;   t-   lose  less  tir.c  fro.-,  vork. 
All  exa.Mi.iations  were  given  on  Saturdays  since  this  usually  meant  thct 
applicants  would  lose  only  half  a  day  ^f  vnrk  if  they  were  Plread^y- 
employed.   The  results  of  the  stenographic  performance  teste  are  given 
in  Table  IV.   Of  the  129  stenographic  papers  that  were  scored,  101  or 
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78.3  per  cent  received  n  pr.sslng  grade.   Since  candidates  were 
required  to  pass  nil  parts  of  the  exj-.-nination,  tht  etenographlc  papers 
were  not  scored  for  th-se  persons  wh'  were  not  successful  In  securing 
p.  passing  grade  in  the  written  test. 

TABLE  IV 
RESULTS  OF  FERFORMAl.'CE  TESTS 
JM.  1,  1943  -  DEC,  31,  1943 


Exrjnination 

Positi-n 

Nur.ber 

Per  Cent 

Date 

Scored 

Pass- 

Fail- 

Passing 

ing: 

in/r 

5-?2-43 

Senior  Stenographer 

12 

6 

6 

50.0 

&-22-43 

Interr.ediate  Stenographer 

19 

17 

2 

8^:.  5 

5-22-43 

Junior  Stenographer 

58 

45 

13 

77,6 

7-31-43 

Interriediate  Stenographer 

3 

3 

0 

100.0 

7-31-43 

Juni-r  "Stenographer 

6 

4 

2 

66.7 

11-20-43 

Senior  Stenographer 

5 

4 

1 

80.0 

11-20-43 

Internediate  Stenographer 

9 

9 

0 

100.0 

11-20-43 

Junior  Stenographer 

15 

11 

4 

73.3 

12-18-43 

Intermediate  Stenographer 

1 

1 

0 

100.0 

12-18-43 

Junior  Stenographer 

1 

1 

0 

100.0 

TOT^S 

129 

101 

28 

79.3 

ORAL  EXAMIFATIOHS 

Or;-.l  exanlnaticns  are  usually  included  as  a  part  of  the  exar.ina- 
ti-^n  process,  particularly  for  th  so  classes  '-f  positi  )n3  requiring 
frequent  contact  with  the  public  or  involving  considerable  rcspor.sibiliti' 
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Because  of  the  additional  time  required  to  give  these  examinations,  and 
because  it  was  increa:5ingly  difficvJt  to  secure  qioalified  oral  examining 
boards,  It  wt.s  li.Vcic'ed  not  to  include  the  orrl  exvin^irtion  as  a  weighted 
part  of  the  "-ei';^-"^  program,  "he  eliminatif<r  of  liho  oral  interview 
meatit  '.ha,'-  tL-jv^   v;p  -.o  .••c!^  during  the  ex.:upini''g  i.r.)  :i.3o  of  securing 
first icji;!.  tvl^c^.r^'ix^'a   concerning  the  applicant'?  perbonality  and  char- 
acter '..riJt.-,.      '''hi;  wat  compensated  for  by  making  more  use  of  employer 
intervie'T  'bcfo?e  r.pt)''. icoits  were  selected.   In  a.ddition,  the  Merit 
Systen  Office  not  only  secured  verification  of  training  ajid  experience, 
but  w^oto  to  references  and  former  employers  and  teachers  to  secure 
as  much  information  as  possible  about  the  applicant  with  respect  to 
fitness  for  the  type  of  position  for  which  application  had  been  made. 
Fiaally,  the  probationary  period  was  considered  as  a  more  importajit 
part  of  the  examining  process,  and  during  this  period  greater  attention 
was  paid  to  evaluating  the  new  employee's  personal  qualifications 
which  would  have  a  bearing  on  his  success  or  fa.llure  in  his  new  work. 
RATING  OF  EDUGAJION  AH)  EXPERIMCE  OF  APPLICANTS. 

In  many  of  the  positions  which  are  filled  through  Merit  examinations, 
the  ability  of  the  applicant  to  perform  the  required  work  in  a  satis- 
factory manner  depends  to  a  large  extent  on  the  kind  of  education  and 
experience  he  has  had.  For  all  positions  where  education  and  experience 
are  an  important  factor,  an  objective  rating  of  the  person's  background 
is  made,  based  on  the  education  and  experience  record  presented  by  the 
applicant  on  his  application  blank.   In  the  period  \inder  review,  the 
positions  for  which  such  ratings  were  made  were:  Junior  Caseworker,  Senior 
Stenographer,  Junior  Interviewer,  Child  Welfare  Consultant,  Senior  Child 
Welfare  Worker,  Junior  Child  Welfare  Worker,  and  Informational  Represent- 
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ative.   The  weight  given  to  this  part  of  the  examination  varies  for  tho 
different  positions,  due  to  the  fnct  that  through  the  written  examination 
better  prediction  of  performance  on  the  job  can  be  made  for  some  cIposcs  of 
positions  than  for  others.   The  weif^t  assigned  to  the  education  and  oxpor- 
ienco  r^tin^  is  determined  by  the  Supervisor  rftcr  consultation  with  the 
agencies  concerned.  For  the  positions  for  which  education  ruid  expcrionce 
was  rrtod  in  the  period  under  reviev,  the  weight  assigned  to  this  rr.ting 
in  conr.jrrison  with  other  prj-ts  of  the  ezcjninatlon  wrs  as  follows:  Child 
Wclf.-re  Consultant  and  Senior  Child  Welfare  Worker,  50^;  Information.Tl 
Rcprosontative  and  Junior  Child  Welfr^.rc  Worker,  Uo$o;  Jrnior  Caseworker, 
Junior  Interviewer,  30^;  nnd  Senior  Steno^-rapher,  20?J. 

The-  rating  of  training  ar.d  experience  is  one  of  the  most  tedious  rtro- 
cesses  in  the  entire  expjnination  pro^rrjn,  and  for  thr,t  reason  only  those 
persons  who  oass  tno  written  examination  r.re  given  r.-^.tings.  When  it  is 
possible,  education  and  experience  is  verified  before  the  ratings  ara 
est?vblishoa,  but  in  most  errMnatior.  progrcjns  the  ratings  are  br.sod 
directly  on  the  inforjiation  contrlned  in  tho  r.pplicrtion  blank.   If  it  is 
Irtor  found  that  tnis  information  ir.  not  correct,  the  apr^licant's  score 
is  adjusted  accordingly  ruid  he  is  given  nis  proper  place  on  the  register. 
The  scoring  system  employed  in  rating  of  education  smd  experience  r.llows 
a  score  of  JOfo   (just  massing)  for  the  minimums  of  education  ?ind  e?:?eri- 
encG  required.   Additional  credit  is  giver,  for  training  beyond  the  mini- 
mums.  The  m.:^jcimum  rating  likely  to  be  attained  for  onch  positirn  is  i-.cAc 
equivalent  to  100^,  and  the  candidate's  score  is  ortablirhod  accordir^ 
to  his  position  on  the  scale  between  the  mininuM  and  naxinuin  score.  The 
rating  forr.  is  sot  up  in  such  n  way  that  both  education  and  experience  can 
be  divided  into  variouc  classes.   In  rating  education,  traininr  is 
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classified  as:   (l)  directly  related  to  the  position,  (2)  closely  re- 
lated, or  (3)  unrelated.  The   five  experience  rating  gradations  p,re  set 
lip  as  follows:   (l)  supervisory  experience  directly  related  to  the  posi- 
tion; (2)  no n- supervisory  experience  directly  related  to  the  position;  (3) 
closely  related  experience;  (U)  related  experience;  and  (5)  unrelated  ex- 
perience. With  the  aid  of  consultants  experienced  in  the  various  fields 
for  which  applications  are  accepted,  a  definite  allocation  for  every  kind 
of  education  or  experience  is  set  \ip   for  each  class  of  position  before  any 
ratings  are  made.   In  order  to  give  additional  credit  for  most  recent  ex- 
perience, particularly  in  fields  related  to  the  position  for  which  applica- 
tion has  been  made,  the  rating  form  is  so  constructed  that  the  highest 
credit  is  given  for  experience  just  prior  to  the  examination,  nnd  the 
values  allowed  scale  downward  over  n  ten-year  period. 
YEHIFI CATION  OF  EDUCATION  AND  EXPERIENCE. 

In  almost  all  cases,  the  applications  received  by  the  Montana  Merit 
System  Council  are  absolutely  accurate  statements  of  the  training  and  ex- 
perience of  the  applicants  concerned.  Practically  all  misstatements  are 
unintentional  errors  resulting  from  the  fact  that  application  blanks  are 
often  made  out  when  necessary  records  are  not  at  hand,  with  the  result 
that  such  things  as  the  number  of  credits  earned  in  college,  and  the  exact 
employment  dates  on  a  particular  position  may  be  slightly  in  error.  How- 
ever, in  a  few  cases  applicants  do  attempt  to  secure  unfair  advantage  by 
claiming  more  training  than  they  have  actually  received.   In  order  to  maJce 
sure  that  everyone  is  treated  fairly,  it  is  necessary  to  verify  the  education 
aiid  experience  record  of  all  applicants.  When  minor  misstatements  are  dis- 
covered, it  is  sometimes  necessary  to  rerate  the  applicant  and  give  him  his 
proper  position  on  the  register.   In  cases  of  intentional  misstatement,  the 
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candidate  may  be  removed  from  the  register,  and  when  it  appears  advisable 
he  may  be  barred  from  participating  in  future  merit  examinations. 

The  investigations  undertak:en  in  the  period  under  review  have  been 
made  almost  entirely  through  correspondence.  Form  questionnaires  hr.ve  been 
sent  out  p.s  soon  as  possible  after  applicants  have  pr.ssed  the  other  parts 
of  the  examination  process.   In  r   few  cases  it  has  been  necessary  to  contact 
former  employers  where  they  hnve  indicated  thr.t   thoy  had  information  con- 
cerning the  applicf'jit  which  was  of  r.  confidential  nrture,  or  which  for  other 
reasons  they  did  not  wish  to  record  in  writing. 
PLANS  FOR  FUTURE  EXAMINATIONS. 

The  examination  program  in  the  next  year  will  probably  be  very  similar 
to  the  ones  conducted  in  the  period  vinder  review.   It  will  undoubtedly  be 
necessary  to  use  continuous  recruit.iient  for  all  classes  of  positions  in 
which  vacancies  usually  occur.  Examinations  will  be  given  in  any  county 
from  which  five  or  more  applications  have  been  received  as  soon  as  it  is 
possible  to  make  arrangements  to  have  these  tests  monitored. 
ESTABLI SHMENT  AND  MAI NTENAl'ICE  OF  REGISTERS. 

As  soon  as  possible  after  the  completion  of  ratings  for  all  parts  of 
merit  examinations,  a  final  grade  is  established  for  each  candidate,  based 
on  the  weight  announced  for  each  part  of  the  examination,  and  all  candidates 
are  notified  as  to  whether  or  not  they  hB.ve   secured  a  position  on  the  reg- 
ister. Table  VI  gives  the  dates  involved  in  the  examination  program,  in- 
cluding the  closing  date  for  filing  applications,  the  date  of  the  written 
examination,  the  date  of  the  performance  test,  and  the  date  on  which  the 
register  was  established.  Merit  System  registers  are  usiially  in  effect  for 
a  period  of  two  yerxs.  During  the  period  under  review  it  has  been  found 
necessary  to  continue  uost  of  the  registers  in  effect  even  rfter  there  v/ere 
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TABLE  VI 
DATES  OF  EXAMINATIONS  AND  ESTABLISHJ3NTS  OF  EEGISTERS 


Position 

Closing 
Date 

Date  of 
Written 

Date  of 
Perforra- 
.^Jice   Test 

Date  of 
Establish- 
ment of 
Hegisters 

Junior  Caseworker 

2-5A3 

5-8-U3 

7-2I-U3 

ll-l7-i+3 

12-15-1+3 

12-22-U3 

2-13-1+3 
5-22-U3 

7-21-1+3 

11-20-1+3 
I2-I8-I43 
I2-3I-U3 

2-13-1+3 
6-7-1+3 

8-10-1+3 
12-2-1+3 
12-21-1+3 
1-3-1+1+ 

Junior  Interviewer 

5-S-1+3 

7-2l-i;3 

11-17-^3 

5-22-1+3 
7-31-1+3 
11-20-1+3 

6-7-1+3 

8-10-1+3 

12-2-1+3 

Senior  Stenographer 

5-8-U3 
li-i7-i^3 

5-22-1+3 

11-20-1+3 

5- 
11 

22-1+3 

-20-1+3 

6-7-43 
12-2-43 

Intermediate  Stenographer 

5-8-U3 
7-21-U3 
11-17-43 
12-15-U3 

5-22-1+3 

7-31-1+3 

11-20-U3 

12-18-1+3 

5- 
7- 
11 
12 

22-1+3 
31-1+3 
-20-1+3 
-18-1+3 

6-7-43 

g- 10-43 
12-2-43 
12-21-43 

Junior  Stenographer 

5-8-1+3 
7-21-43 

11-17-1+3 
12-15-I13 

5-22-U3 

7-31-43 

11-20-1+3 

12-18-1+3 

5- 
7- 
11 
12 

22-1+3 
31-43 
-20-1+3 
-18-1+3 

6-7-43 
8-10-43 
12-2-43 
12-21-43 

J\inior  Clerk 

5-8-U3 

7-21-43 

11-17-1+3 

5-22-1+3 

7-31-1+3 

11-20-1+3 

6-7-4^ 

8-10-43 

12-2-43 

Child  Welfare  Consultant 

5-8-1+3 

5-22-1+3 

6-1-43 

Senior  Child  Welfare 

Worker 

11-17-1+3 

11-^0-1+3 

12-2-43 

Junior  Child  Welfare 

Worker 

5-8-U3 

5-22-1+3 

6-1-43 

Informational  Repres 

entative 

11-17-1+3 

11-20-1+3 

12-2-43 

Telephone  Operator 

11-1 7-U3 

11-20-1+3 
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no  eligibles  available,  and  adding  new  names  to  axisting  registers  as  ad- 
ditional examinations  were  given.  This  procedure  gives  the  advantage  of 
making  it  easy  to  reinstate  persons  who  have  left  the  Stp.te,  or  have  se- 
cured other  positions  in  the  State,  who  later  wish  to  be  considered  for 
Merit  Systom  positions  for  which  they  have  eecurod  ratings. 

During  the  period  iinder  review  it  was  exceedingly  difficult  to  nain- 
tain  correct  information  with  respect  to  the  availability  of  eligibles. 
In  response  to  the  general  inquiry,  a  great  many  people  would  state  that 
they  would  accept  a  position,  but  when  a  position  was  definitely  offered, 
they  would  not  be  available.   It  is  only  natural  for  applicants  to  wish 
to  have  their  names  maintained  on  the  registers  so  as  to  be  notified  of 
any  vacancies  which  might  interest  them.   In  order  to  cut  down  on  the 
number  of  useless  Inquiries,  an  attempt  has  been  made  to  secure  very 
definite  information  from  each  applicint  as  to  the  sal/^-ry  he  would  accept 
and  tlie  localities  in  which  he  would  work.  All  eligibles  have  the  right  of 
specifying  acceptable  salary  and  acceptable  localities,  and  are  considered 
only  for  those  positions  which  meet  the  conditions  which  they  have  speci- 
fied. 
CERTIFICATIOKS  AND  APPOINTMENTS. 

Under  the  Merit  System  r\ale,  all  appointments  except  those  in  the 
Merit  System  Office  itself  are  made  by  the  appointing  authorities  of  the 
various  participating  agencies.   Every  appointment  must  be  made  from  a 
certified  list  of  eligibles  furnished  by  the  Merit  System  Office.   If 
there  is  only  one  vacancy,  the  selection  must  be  made  from  the  three  higli- 
est  candidates  actTxally  available  on  the  register  for  that  class  of  posi- 
tion. When  there  is  more  than  one  vacr^Jicy,  the  Supervisor  may  certify  a 
number  of  names  equal  to  one  and  two-thirds  the  number  of  vacancies. 
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TABLE  VII 
CERTIFICATION  YOB.  APP0IN1MENT 
JAN.    1,    I9U3  —  DEC.    31,    I9I+3 


Number 

of 

Names 

Nuaber 

Position 

CertifiCi 

ations 

Certified 

^pointed 

Department  of  Public  Welfare 

County  Offices 

Coiinty  SupexTisor,    Class  II 

5 

5 

5 

County  S-ip 31  visor,    Class  III 

3 

3 

3 

Senio r  Oat  j- /c r^.^r 

13 

13 

13 

Junior  Cabr-'orker 

30 

72 

31 

Senic:-    j^-  L'    filtare  Worker 

U 

U 

k 

Jvinior  'I  J  i.^l  'rolfare  Worker 

6 

10 

6 

Senioi'  Oxe.T'i: 

2 

2 

2 

Sen:  or   r: :  no i  rapher 

3 

3 

2 

Interrrodr.aie  Stenographer 

7 

10 

7 

Junior  Sttno^rapher 

23 

5^* 

2k 

Junior  Clork- Typist 

3 

3 

3 

J-'onior  Clerk 

1 

3 

1 

TOTALS 

Department  of  Public  Welfare 
State  Office 

Senior  Stenographer 

Intermodiat'.'  Stenographer 

Junior  Stenc^Tapher 

Juni  0  r  J?  e  vl'-  Typ  i  st 

Junior  Clork 

Intemediatu  Clerk 

Senior  Clerk 

Junior  Child  Welfare  Worker 

Asst.   Dir.    of  Commodity  Distr. 

Junior  Caseworker 

Child  V/elfaie  Gons\iltant 

Field  S'jpervisor 

County  Supervisor,    Class  III 

Senior  Child  Welfare  Vforker 

Informational  Representative 

Supervising  Secretary 


TOTALS 


100 


182 


101 


1 

1 

1 

7 

9 

7 

13 

26 

13 

1 

3 

1 

6 

16 

6 

2 

k 

2 

2 

2 

2 

5 

8 

7 

1 

1 

1 

1!? 

»*3 

15 

2 

2 

2 

2 

2 

2 

1 

1 

1 

1 

1 

1 

1 

3 

1 

1 

1 

1 

61 


123 


63 
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TABLE  VII,  Continued 


Niimber  of  Names  Nxiraber 

Position  Certifications  Certified  Appointed 


Merit    System  Office 

Jur.ior  Stenographer  5  15                          5 

Jiinior  Clerk  1  3                          1 

Asct.   Merit   System  Supr.  1  11 

Secretary  1  11 


TOTALS  a  20  8 

State  Bo.'.rd  of  Health 

Senior  Stenographer  5  9  7 

Intermediate  Stenographer  7  13  7 

Junior  Stenographer  1  3  1 

Typist  1  3  1 

Inteniediate  Clerk  1  3  1 


TOTALS  15  31          17 

Unemployment   Compensation 
Commissi  on 

Senior  Interviewer  1  11 

Senior  Accoxmting  Clerk  1  11 

Junior  Stenographer  1  3                          1 

Intermediate  Clerk  2  4                          2 

Intermediate  Stenographer  2  2                          2 

Junior  Clerk  5  15                          5 

Chief  Clerk  1  11 

Acco-^Jintant  1  11 

Supervising  File  Clerk  1  11 


TOTALS  15  29                         15 

United  States  finployment  Service 

Senior  Interviewer  2  2          2 

Junior  Stenographer  4  9           4 

Associate  Director  1  2          1 

Field  Supervisor  1  11 

Junior  Clerk  6  10          6 

Junior  Interviewer  7  9           7 

Intermediate  Clerk  2  2          2 

Senior  Stenographer  1  11 

TOTALS  24  36          24 
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Table  VII  indicates  the  number  of  certifications  made  in  the  period  under 
review,  the  number  of  names  certified,  and  the  number  of  persons  appointed 
for  each  class  of  position  for  which  certifications  were  made.   During 
the  year,  the  Merit  System  Office  issued  223  certifications  listing  421 
names  from  which  228  persons  were  appointed. 

Because  of  the  great  shortage  of  available  workers-in.  certain  fields 
it  was  necessary  to  permit  provisional  appointments  from  tine  to  tine  dur- 
ing the  period  \inder  review.   Such  appointnonts  can  be  nade  only  when  there 
are  no  cligibles  on  a  register  for  the  class  of  position  in  vrhich  a  vacancy 
has  occurred.  Persons  who  are  appointed  provisionally  must  be  able  to  neet 
the  nininur.-i  requirements  for  the  position  to  which  they  rre  appointed. 
Table  VIII  shows  thft  number  of  provisional  appointments  and  the  classes  of 
positions  in  v/hich  such  oppointncnts  were  r.ade  during  the  year.  A  total 
of  79  persons  was  appointed  to  23'  different  classes  of  positions  on  a  pro- 
visional basis,  rnd  when  given  cxa;ninations  later,  all  except  one  of  the 
people  tested  were  found  to  be  satisfactory  for  the  positions  to  v/hich  they 
had  been  appointed. 

Most  persons  who  are  selected  fror.  Merit  System  registers  arc  given  a 
probationary  appointment  which  bocones  permanent  after  a  satisfactory  trial 
period  of  six  months.   In  the  Department  of  Public  Welfare  it  was  found  ad- 
visable to  nodify  probationary  appointnents  nade  a^tef*  6^ober  1,  1943  to 
the  effect  that  they  result  in  a  war-duration  permanent  status  after  the 
completion  of  the  six-months  probationary  period,  and  a  re-examination  vn.ll 
be  required  in  competition  with  all  persons  available  at  the  end  of  the  war. 

Some  employees  are  needed  to  fill  temporary  positions,  end  are  sel- 
ected froii  the  cligibles  who  have  Indicated  that  they  will  accept  temporary 
work.  As  in  the  certifications  for  permanent  employment,  the  selection 
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TABLE  VIII 

PROVISIONAL  APPOINTMENTS 
JAN.  1.  1943  -  DEC.  31,  1943 


Class  of  Position 


Number      Nvimber     Number 
Appointed   Examined     Made 

Probationary- 


Department  of  Public  Welfare 

Research  Psychologist  1 

Informational  Representative  1 

Supervisor  Services  for  the  Blind  1 

Home  Service  Teacher  1 

Junior  Child  Welfare  Worker  1 

Junior  Caseworker  5 

Intermediate  Stenographer  1 

Junior  Stenographer  18 

Junior  Clerk- Typist  3 

Jxinior  Clerk  1 

Telephone  Operator  1 

TOTALS  34 


10 


Merit  System  Office 
Junior  Clerk- Typist 


State  Board  of  Health 
V.  D.  Physician 
District  Advisory  Nurse 
Senior  Public  Health  Nurse 
Junior  Public  Health  Nurse 
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Class  of  Posi  tion 


TABL3  VIII 
(Continued) 


Number     NTijuber     Number 
Appointed  Examined     Made 

Probationary- 


State  Board  of  Health 

Public  Health  Nurse  in  Training 

Field  Supervisor  Plague  Control 

Field  Assistant  Plague  Control 

Chemist  (Food  &  Drugs) 

Sanitary  Inspector 

Jiinior  Bact'jriologist-Serologist 

Senior  Stenographer 

Intermediate  Stenographer 

Laboratory  Helper 

TOTALS 


42 


Unemployment  Compensation 
Commission 

Junior  Clerk 


must  be  from  the  three  highest  eligiblee  who  are  available  under  the  condi- 
tions specified  for  the  position. 

In  a  few  cases,  emergency  appointments  have  been  made  for  a  thirty-day 
period  if  no  eligibles  were  available  within  a  reasonable  length  of  tine.  A 
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few  people  who  have  previously  worked  In  agencies  under  the  Merit  S|jr»ten 
have  been  given  internittent  appolntnento  ■under  which  they  do  not  work  full 
time,  and  arc  not  allowed  to  work  continually  for  nore  than  sixty  days,  or 
for  more  than  six  months  during  any  twelve-nonth  period. 
PP.OKOTIONS  AND  OTHSR  PERSONNEL  ACTIONS. 

Under  the  Merit  Syston  rule,  higher  classes  of  positions  are  filled 
whenever  jT.ossible  by  pronotion  of  qualified  permanent  enployeos.   Such 
pronoticns  ire  based  upon  individual  perforriance  as  recorded  in  the  employ- 
ee' s  service;  rating  and  general  fitness  for  the  position  as  indicated  by 
his  pr.^vious  training  and  experience.  Due  consideration  is  given  to  length 
of  service.   The  agencies  have  the  right  to  pror.ote  any  pernanent  onployee 
with  a  satisfactory  service  rating  who  r.eets  the  nininiri  qualifications  of 
the  hi^-her  class   of  position.   However,  the  Merit  Systen  Office  always 
encoxirares  the  practice  of  rating  all  candidates  who  are  eligible  for  pro- 
notion,  and  selecting  the  one  who  possesses  the  greatest  potentialities  for 
success  in  the  new  position,  as  indicated  by  these  ratings.   Written  exan- 
inations  are  prepared  by  the  Merit  Systen  Office  as  a  part  of  the  promotional 
process  whenever  it  appears  advantageous  to  use  then. 

The  administration  of  other  personnel  actions  such  as  salary  increases, 
suspensions,  resignations,  leaves,  vacations,  and  dismissals  rests  entirely 
with  the  operating  agency  and  must  be  in  conformity  with  the  Merit  System 
rule  with  each  agency.   The  Merit  System  Office  is  furnished  with  a  record 
of  all  personnel  actions  in  order  that  a  check  on  conformity  with  Merit 
System  rules  nay  be  maintained,  and  to  make  it  possible  to  keep  complete 
personnel  records  for  all  employees  under  the  Merit  System.  Table  IX  indi- 
cates the  number  of  promotions  and  other  personnel  actions  occurring  in  the 
participating  agencies  during  the  period  under  review. 
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TABL2  IX 


SALARY   INCREASES, 
JAN. 


Class  of  Position 


PROIuOTIOl'S  aIsD  other  PERSOIIIEL  ACTIONS 
1,    1943  -   DEC.    31,    1943 


Salary   Salary  Salary 
Adjust-   In-     De-     Prono- 
ments    creases  creases  tions 


Rein- 

Reclass- 

Deno- 

state- 

ifica- 

tions 

ments 

tions 

Department  of 
Putlic  V'elfare 


Typist 

2 

2 

Jr.  Stenographer 

29 

25 

1 

8 

Int.  Stenogriipher 

15 

13 

6 

Sr.  Stenogrrpher 

19 

25 

Secretary 

1 

1 

Supr.  Secretary 

1 

Jr.  Clerk 

3 

5 

1 

Int.  Clerk 

4 

7 

2 

Sr.  Clerk 

8 

15 

Key  P-unch  Operator 

1 

1 

Jr.  Statistician 

2 

Sr.  .Accounting  Clerk 

9 

Accoiintant 

2 

Dir.  of  Auditing 

and  Finance 

2 

Interpreter 

2 

Jr.  Cascv/orker 

21 

40 

6 

9 

Sr.  Caseworker 

7 

28 

1 

7 

Co.  Supr.  Class  III 

15 

3 

Co.  Supr.  Class  II 

8 

Co.  Supr.  Class  I 

5 

State  Field  Supervisor 

1 

7 

Adnin.  Assistant 

1 

Dir.  Putlic  Assistance 

2 

Supr.  Div.  of  Service 

3 

Jr.  Ch.  V/elfore  Wrkr, 

1 

2 

Sr.  Ch.  VJelfare  Wrkr. 

1 

4 

1 

Child  Welfore  Cons. 

2 

Dir.  Ch.  Welfare  Scrv. 

2 

TOTALS 


112 


230 


39 


10       6 


Merit  System  Office 

Int.  Stenographer 

Secretary 

Jr.  Clerk 


TOTALS 


28, 


State  Board 
of  Health 


TABLE  IX 
(Continued) 


Class  of  Position 

Sr.lr.ry 

Adjust- 

ncnts 

Salary  Salcjy 

In-     Do-     Prono- 

creascB  creases  tions 

Beno- 
tions 

Rcin- 
stato- 
ncnt  B 

ReclnBB- 

ificn- 

tions 

Dep.   RegiBtrar  of 
Vital   Statistics 

Fiscal  figcnt 

Dir.    F^gionic  Lab. 

^sst.    Dir.    Hyg.    Lab. 

Jr.   Bact.-Sorologist 

Chonlst,    P.   &  D. 

Hygienic  Lab.  Helper 

Local  P.  H.  Supr. 

Dir.  Mat.  &.   Ch.  Hlth. 

I3pldeniologist 

Nursing  Cons.,  Mat. 
and  Ch.  Health 

Dist.  Adv.  Nurse 

Supr.  P.  H.  Educa. 

Orthopedic  Fid,  Supr. 

Secretary 

Sr.    Stenographer 

Int.    Stenographer 

Jr.    Stenographer 

Jr.    Clerk 

Int.    Clerk 

Jr.   P.   H.   liurse 

Sr.   P.   H.   Irurso 


TOTALS 


34 


Unenploynont 

Conpensatlon  Conn. 

Typist 

Jr.  Stenographer 

3 

2 

Int.  Stenographer 

2 

3 

Secretary 

1 

1 

Jr.  Clerk 

11 

4 

Int.  Clerk 

3 

2 

File  Clerk 

1 

1 

Supr.  File  Clerk 

1 

Sr.  Clerk 

1 

1 

Sr.  Acct.  Clerk 

1 

2 

Chief  Clerk 

1 

Accountant 

4 
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TABLS  IX 
(Continued) 


Salary   Snlary  Salary  Rein-   Reclass- 
Class  of  Position      Adjust-  In-     De-     Promo-  Demo-   state-  ifioa- 
ments    creases  creases  tions  tions   ments   tions 


Unemploynent 
Compensation  Comm. 


Bkkpg.  Mach.  Opr. 

2 

1 

Claims  Examiner 

2 

Supr.  Claims  2xam. 

1 

1 

Field  Advisor 

6 

10 

Chief  Field  Adv. 

1 

1 

Sr.  Interviewer 

1 

Attorney 

1 

Director 

1 

1 

TOTALS  35        39 


SSPARaTICkS. 

There  v/as  a  considerahle  turnover  of  personnel  in  the  various  agencies 
under  the  Merit  System  during  1943,  hut  the  numher  of  people  leaving  tho  agen- 
cies was  smaller  than  in  the  previous  year  v/ith  the  exception  of  the  iierit 
System  Office,  whore  the  turnover  v/as  greater  than  at  any  tine  before.  However, 
in  this  office  the  large  turnover  was  chiefly  accounted  for  "by  the  fact  that  a 
number  of  persons  were  employed  temporarily  during  examination  programs  and  v:erc 
later  given  permanent  employment  vdth  other  agencies  under  the  Merit  System. 
The  number  of  separations  in  the  various  agencies  during  1942  and  1943  v/as  as 

follows: 

1942       1943 

Department  of  Public  Welfare 
i'lcrit  System  Office 
Str.to  Soard  of  Health 
Uncnployi.ient  Compensation  Commission 

TOTALS  290        203 

The  percent  of  turnover  for  erch  of  the  agencies,  based  on  the  average 
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146 

116 

9 

12 

72 

49 

63 

26 

TABLE  X 
NTJKBER  OF  SEPARATIONS 


Clnss  of  Position 


Dept.    of 

Merit 

Stfito 

Unc-nployment 

Public 

Syetem 

Bonrd  of 

Compensation 

Welfare 

Office 

Health 

ConuniBSion 

4 

2 

26 

6 

1 

5 

13 

1 

3 

2 

11 

1 

5 

P. 

1 

4 

2 

e 

4 

4 

5 

Typl St 

Jr.  Stenographer 

Int.  Stenographer 

Sr.  Stenographer 

Secretary 

Telephone  Operator 

Jr.  Clerk-IVpist 

Jr.  Clerk 

Int.  Clerk 

£r.  Cltrk 

Int.  Account.  Clerk 

Sr.  Account.  Clerk 

Accountant 

Supr.  File  Clerk 

i:r.  Interviewer 

Asst.  Dir.  Com.  Distr. 

Dir.  Com.  Distr. 

Home  Service  Teacher 

Research  Psychologist 

Jr.  P.  H.  Nurse 

Sr.  P.  H.  Nurse 

District  Adv.    Nurse 

Orthopedic  Fid.    Supr. 

Hygienic  Lab.   Helper 

Jr.    3act.-Serologist 

Sanitary   Inspector 

Fid.    Asst.   Plague   Cont , 

Fid.    Supr.   Plague  Cont. 

Asst.    Dir.    Water  and 

Sewage  Division 
Dir.    Ind.   Hyg.   Div. 
Supr.   P.   H.   Education 
Dir.    Denttl  VltY..   3d.uc, 
Dir.   Health  Education 
Jr.    Ch.    l/elfarc  Wrkr. 
Sr.    Ch.    Welfare  Wrkr. 
Child  V'elfare  Cons. 
Jr.    Caseworker 
Sr.    Caeev'orker 
Co.    Supr.    Glass   III 
Co.    Supr.    Class  II 
Co.    Supr.    Class   I 
State  Field  Supervisor 
Asst.   M.    S.    Supr. 


1 
2 
1 
22 
9 
3 
1 
1 
1 


11 

8 
1 
1 
6 
1 
3 
1 
1 

1 
1 
1 
1 
1 


TOT/J-S 


116 


12 


49 


26 


31, 


54.7 

47.9 

200.0 

240.0 

75.8 

54.4 

92.6 

54.3 

numlDer  employed  during  each  year,  was  as  follows: 

1942       1943 

Department  of  Public  V/elfare 
Merit  System  Office 
State  Board  of  Health 
Unemployment  Compensation  Comi.iission 

In  1942  most  of  the  people  who  left  the  agencies  were  in  the  lower 
classes  of  positions  on  the  level  of  Intermediate  Stenographer  or  Inter- 
mediate Clerk  or  lower.   In  1943  a  Inrger  proportion  of  the  persons 
leaving  the  agencies  were  of  a  higher  classification.   The  nixmher  of  sep- 
arations which  were  of.  Intermediate  Clerk  or  Intermedirte  Stenographer 
level,  or  lov;er,  was  as  follov/s: 

1942  1943 

Department  of  Public  Welfare  85  (58^)  49  (42^^) 

Merit  System  Office  8  i4:9fo)  10  (83-;^) 

State  Board  of  Health  36  (50jJ)  6  (12$^) 

Unenployment  Compensation  Coram.  54  (86^0  18  (69^) 

TOTALS  183  83 

Table  X  indicates  the  number  of  separations  by  classes  of  position 
for  the  participating  agencies  during  the  period  under  review. 
PAYROLL  CaRTIFICATION. 

Each  of  the  participating  agencies,  with  the  exception  of  the  United 
States  iknployment  Service,  is  reqviired  to  furnish  the  Merit  System  Office 
with  a  copy  of  its  monthly  or  semi-monthly  payroll  shomng  the  classifi- 
cation of  each  employee  as  well  is  the  rate  and  amount  of  salary.   It  is 
tho  responsibility  of  the  kerit  System  Supervisor  to  check  these  payrolls 
to  determine  whether  all  the  employees  are  being  paid  v/ithin  the  prescribed 
salo-ry  ranges  and  whether  all  personnel  actions  that  have  been  taken  are 
in  accordance  vlth  Merit  Systom  rules.   The  agencies  are  immediately  noti- 
fied of  any   exceptions  that  arc  taken  by  the  Supervisor,  and  proper 

(.J 
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adjustments  are  nade  accordingly.  The  United  Strtes  Snployinent  Service 
Is  not  required  to  eutmlt  a  copy  of  its  paj-roll  because  all  of  its  per- 
sonnel actions  are  under  the  direct  supervision  of  the  United  Strtes 
Civil  Service  Connission.  For  this  agency  tho  Merit  Syston  Office  r.ierely 
acts  as  a  recruiting  agent  and  issues  certifications  of  qunlificd  per- 
sonnel v'henever  vacancies  occur.   Since  the  Merit  System  Office  has  no 
jurisdiction  over  their  personnel  actions,  no  statistinnl  data  pertaining 
to  ther.1  can  be  included  in  this  report. 


Rejected  for  Ad^.ission 
to  Sxftii nations 

Written  Test 

Oral  Interview 

Separated  during 
Probr.tionary  Period 

TOTALS 


TABLE  XI 
APPEALS 


Decision 

Decision 

Cause 

Nu-iber 

for 

vs. 

Appealing 

Appellant 

Appellant 

0 


APPEALS. 

In  order  to  insure  proper  consideration  of  all  applicants  for  posi- 
tions under  the  Merit  Systen,  the  rules  provide  for  the  right  of  appeal 
to  the  Merit  Systen  Council  in  cases  where  persor.s  vho  are  seeking  av.ploy- 
nent  feel  they  have  not  received  fair  treatment  in  all  parts  of  the  cxoj.i- 
ination  process.   On  these  appeals,  the  decision  of  the  Council  is  finrd. 

The  regulations  also  provide  thr-t  permanent  er.ployees  vho  are 


33. 


disnissed  or  denoted  nay  present  their  case  'before  the  Council  for  an 
inpartial  hearing,  r.fter  which  the  Council  nakes  recoanendations  to  the 
operating  agency  concerning  the  case.   Final  decision  as  to  the  disposi- 
tion of  such  appeals  rests  with  the  agency  rather  than  with  the  Council. 

Most  appeals  are  presented  in  writing  and  the  appellant  is  not  re- 
quired to  appear  before  the  Council  unless  ho  wishes  to  do  so;  however, 
he  has  the  right  to  present  his  case  in  person  and  hring  witnesses  and 
produce  such  evidence  as  he  feels  w':>uld  have  a  hearing  on  the  case. 

A  su-Loary  of  the  appeals  heard  by  the  Council  during  the  period  un- 
der review  is  presented  in  Table  XI. 
COOPSR.'.TIOW  WITH  OTHER  MERIT  SYSTEM  AGENCIES. 

Throughout  the  entire  time  that  the  Montana  Joint  Merit  System  has 
been  in  operation,  the  Merit  System  Council  has  approved  wholeheartedly  of 
cooperation  v/ith  other  Merit  System  or  Civil  Service  agencies.   Examina- 
tions have  been  conducted  for  other  agencies  in  order  to  make  their  tests 
available  to  residents  of  Montana.   During  the  period  \mder  review,  a 
number  of  examinations  have  been  conducted  for  the  Washington  Merit  System 
Council,  There  has  also  been  cooperation  through  the  interchange  of 
materials  common  to  all  civil  service  agencies,  such  as  classification 
plans,  rules,  announcements,  compensation  plans,  informational  bulletins,  etc, 

A  number  of  other  agencies  have  assisted  the  Montana  Joint  Merit  Sys- 
tem Council  by  conducting  examinations  for  Montana  residents  who  were  out- 
side the  State  at  the  time  of  the  various  testing  programs.   Similar 
cooperation  hf'.s  been  received  from  a  great  many  universities  and  colleges 
which  have  very  kindly  donated  monitoring  services  so  that  their  students 
who  wore  residents  of  Montana  could  take  Merit  System  examinations  while 
they  wore  in  school. 
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The  Merit  Systen  Council  wishes  to  tnke  this  opportunity  of  oxprese- 
Ing  Its  appreciation  for  thla  generous  assistance  In  the  conduct  of  its 
ejcanination  progrwne. 
FINAITCSS. 

The  cost  of  opcrr.tion  of  the  Merit  Qysten  Progran  in  Montana  for  tho 
period  under  review  is  presented  in  Table  XII. 


TABLS  XII 
EXPENDITURSS  BY  CAT3G0RY  FOR  PERIOD 
January  1,  1943  -  Decenber  31,  1943 

Category                           Total  ^  of  Total 

Personal  Services  $  8614.00  81.3 

Supplies  503.94  4.8 

Connunication  Services  598.66  5.6 

Travel  Expense  83.50  .8 

Printing  and  Binding  68.75  .6 

Rent  of  Prenises 600.00  5.7 

Repairs  and  Alterations   31.59  .3 

Miscellaneous ' 40.31  .4 

Equipnent  Purchases 50.00  .5 

TOTAL-S $10590.75  100.0 

The  expenditures  of  the  Merit  Systen  Office  were  distributed  anong 
the  participating  agencies  in  such  a  way  that  each  one  paid  its  share  of 

general  operating  costs  in  accordance  with  the  nunber  of  eaployoes  in  that 
agency  as  compared  with  the  total  n\r:iber  under  the  Merit  Systen.  On  a 
per<tent£ige  basis,  the  total  cost  wrs  shared  during  this  period  as  follows: 
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Department  of  Public   V/elfarc $4603.44 

State  Board  of  Health 2753. -1:7 

Unenploj'nent   Cor.pensation   Gonnission 1572.41 

United  States  Snployncnt  Service  1661.33 

COITCIUSIONS. 

During  the  year  1943  the  Merit  Systcr.  Office  v.-as  presented  with  a 
continuing-  difficult  tack  of  finding  rcplacenonts  for  large  nunherc  of 
persons  v/ho  left  State  cnplojnnent  to  enter  nilitary  service  or  to  take 
better  paying  jobs  elsewhere.   There  was  a  greater  loss  of  personnel  of 
long  experience,  in  r.iany  cases  fro;.,  positions  of  considerable  responsi- 
bility, than  in  an^'  previous  year.   In  order  to  neet  the  need  for  replace- 
nents,  recruitnent  was  conducted  on  a  continuous  basis,  and  every  attenpt 
was  nade  to  publicize  throughout  the  Stntc  the  need  for  qualified  work- 
ers and  to  .-maintain  registers  of  eligibles  for  all  classes  of  positions. 
The  examination  process  was  speeded  up  in  every  way  possible  and  nore 
exar-ination  centers  were  used  in  order  to  reach  candidates  who  could  not 
travel  to  the  larger  exor.ination  -centers  under  present  conditions. 
Every  effort  was  nade  to  conduct  exar;.i nations  on  such  days  that  the  ap- 
licants  would  lose  the  least  possible  ar.?\int  of  time  fron  work  if  they 
were  already  employed. 

In  spite  of  the  efforts  that  havt-  been  .v.ade  to  ir.iprove  the  recruit- 
ment prograr-i,  it  appears  very  likely  that  there  is  still  r-.uch  to  be 
desired  in  this  phase  of  Merit  Systen  operations.  Montana  is  a  very 
large  state,  and  it  is  difficult  to  reach  rll  its  citizens  to  let  the:.! 
knov;  of  the  opportunities  for  Strte  or.^ploy:.:ent  u:ider  the  Joint  Merit 
Systen.  A  great  deal  of  cooperation  hPs  been  received  fron  people  v;ho 
arc  in  a  position  to  contact  prospective  employees,  particularly  the  high 
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school  and  college  teachers  and  professors  in  the  State.  Another  very 
valuable  source  of  publicity  has  been  the  efforts  of  the  persons  already 
enployod  under  the  Merit  Syster.  In  contacting  others  who  night  be  inter- 
ested i:i  sinilf^r  er.ploynent.   The  daily  rnd  weekly  newrpopcrs  as  v;oll  as 
the  ri.dlo  stations  in  Kontnnn  have  been  vory  generous  In  naking  knovm 
fron  tine  to  tine  the  enploynent  opportunities  that  were  available.  The 
purpose  of  tho  Merit  Systen  is  to  secure  for  the  agencieu  ^peratini'^  under 
it  the  scrvicos  of  the  best  qualified  people  in  the  strte  who  are  avail- 
able for  enploynent.   In  order  to   carry  'lut  this  purpose,  the  Joint  L.erit 
Systen  Council  will  need  tho  assistance  of  all  per.ple  in  the  State  who 
are  interested  in  the  Merit  Syster.  as  a  bf^sis  for  personnel  adninistration, 
and  thi'ou^h  cor.bined  effort  the  er.ploynent  opportxinities  offered  under 
the  systciL  can  be  ::-.ade  l:nown  to  core  and  .v.ore  persons  interested  in  State 
enploynent. 

Because  of  the  increcsin,;-:  difficulty  experienced  in  securin/3  quali- 
fied help,  particularly  for  certain  classes  of  positions  in  the  Depart- 
Qcnt  cf  Public  Welfare,  it  was  found  necessary  in  that  a^^ency  to  grant 
United  tenure  to  all  persons  enployed  after  October  1,  19^13.  Appointees 
who  have  been  e.7.plcycd  by  that  acency  since  that  tine  vill  be  required 
to  ta]ce  a  new  examination  in  open  cor^petition  with  all  persons  who  are 
available  at  the  end  of  the  war  period.   This  provision  protects  the  agen- 
cy, and  thereby  the  residents  of  the  Stot^v,  fron  the  enpl-^yncnt  of  less 
qualified  personnel  on  a  pernanent  basis.   With  the  exception  of  a  fcv; 
emcreoncy  classes  of  positions  in  the  State  Board  of  Health,  no  other  war 
duration  appointnents  hiave  been  nade  in  any  of  the  apencies  under  the 
Merit  Systen. 

The  Montana  Merit  Systen  Council  is  naking  continued  effort  to  secure 
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the  services  of  returned  veterans  of  the  present  war  vho  are  interested 
in  State  employment.  Through  the  valuable  cooperation  of  the  United 
States  anployment  Service,  veterans  who  seek  work  through  their  offices 
throughout  the  State  are  informed  of  employment  opportunities  under  the 
Merit  System.   Since  the  Merit  System  Council  conducts  continuous  re- 
cruitment for  all  classes  of  positions  in  which  vacancies  are  occurring, 
it  is  possihle  to  examine  veterans,  as  well  as  other  applicants,  within  a 
relatively  short  time  after  their  applications  are  received.  Under 
Montema  Merit  System  rules,  veterans,  wives  of  disabled  veterans,  and 
widows  of  veterans  are  granted  5  points  preference  in  addition  to  their 
final  grade,  and  disabled  veterans  are  granted  10  points  preference.   It 
is  hoped  that  the  recruitment  problem  will  be  partly  solved  through  the 
availability  of  an  increasing  number  of  Montana  men  and  women  who  have 
returned  to  the  State  after  serving  with  the  armed  forces. 

The  Merit  System  Council  is  still  presented  with  a  very  difficult 
problem  due  to  the  fact  that  the  agencies  it  serves  do  not  have  identical 
compensation  plans.   Salaries  paid  in  the  Department  of  Public  Welfare 
have  always  been  lower  than  in  the  other  agencies.   In  the  past  yecir, 
this  department  has  increased  its  salaries  considerably,  but  in  order  to 
meet  competition  from  Federal  agencies  and  private  war  plants,  the  other 
agencies  have  increased  their  compensation  plans  also,  and  there  still 
is  a  considerable  difference  in  salaries  paid  for  the  same  class  of  work. 
It  is  to  be  hoped  thr.t  it  will  soon  be  possible  to  fix  one  salary  plan, 
which  will  apply  to  all  agencies  under  the  Merit  System  so  that  all  em- 
ployees who  are  doing  the  same  type  of  work  will  receive  salaries  within 
the  same  range,  regardless  of  where  they  work. 

Because  of  the  type  of  service  rendered  by  the  agencies  under  the 
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Merit  System,  It  Is  likely  that  their  work  load  will  increase  at  the 
end  of  the  war  period.   This  meeuia  ihnt   these  agencies  will  need  a 
considerably  larger  number  of  employees  thnn  they  hnve  at  present.  A 
number  of  former  employees  who  (--ntered  militcry  service  will  undoubtedly 
return  to  their  former  positions,  but  it  Is  likely  that  in  at  least 
some  of  the  agencies  the  personnel  needs  will  not  be  completely  filled 
by  this  group.   The  Montana  Merit  System  Council  hopes  to  be  able  to 
reach  as  many  persons  seeking  employment  as  possible  in  order  to  make 
sure  thut  the  employees  of  the  State  agencies  it  serves  will  be  the 
best  persons  available  for  each  particular  job.   The  Montana  Merit  System 
pledges  itself  to  make  every  available  effort  to  continue  to  serve  the 
participating  agencies  as  effectively  as  possible.  The  people  of  Montana 
can  rest  assured  that  no  changes  will  be  permitted  which  will  alter  the 
basic  principles  upon  which  the  Merit  System  has  been  established;  naacly, 
that  each  Montana  citizen  shall  be  given  equ^^l  opportunity  to  qualify 
for  the  State  positions  under  the  Merit  System,  regardless  of  politics, 
race,  sex,  or  creed;  and  that  the  operations  of  the  Merit  System  office 
will  be  conducted  as  efficiently,  as  economically,  and  as  democratically 
as  possible. 

m    *    m    *    *    * 
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APPENDIX 
TABLE  XIII 

CLASSES  OF  POSITIONS  UKUSR  THE  MONTANA  MERIT  SYST3i  1/ 


Title  of  Position 


Number  of      Minimum      Maxiroiim 
Positions  2/    Salary  3/    Salary  3/ 


Departiiient  of  Public  Welfare 

Director  of  Public  Assistance  1 

Administrative  Assistant  1 

State  Field  Supervisor  6 

County  Supervisor  Class  I  6 

County  Sijipcrvisor  Class  II  9 

County  Supervisor  Class  III  12 

Senior  Caseworker  27 

Junior  Casev/orker  40 

Interprotor  1 

Director  of  Child  Welfare  Serv.  1 

Child  V/elfare  Consultant  3 

Sr.  Child  V/elfare  Worker  3 

Jr.  Child  Welfare  Worker  3 

Junior  Statistician  1 

Director  of  Auditing  &  Finance  1 

Accounto.nt  1 

Senior  Accounting  Clerk  5 

Senior  Clerk  10 

Internediate  Clerk  5 

Junior  Clerk  7 

Supervising  Secretary  1 

Senior  Stenographer  20 

Intermediate  Stenographer  18 

Junior  Stenographer  39 

Typist  3 

Telephone  Operator  1 

Supervisor  of  Supplies  &   Services  1 

Merit  System  Office 

Supervisor  1 

Secretary  1 

Intermediate  Clerk  1 

Junior  Stenographer  2 

State  Board  of  Health 

Epidemiologist  and  Director 

of  Rural  Health  Work  1 
Director  of  Division  of 

Maternal  and  Child  Health  1 


$275 
185 

185 
175 
160 
150 
140 
125 
120 
215 
170 
150 
140 
145 
215 
180 
160 
140 
120 
100 
160 
140 
120 
100 
100 
100 
160 


$325 
225 
225 
215 
200 
175 
165 
150 
140 
265 
210 
170 
155 
165 
265 
220 
185 
160 
140 
120 
200 
150 
140 
120 
120 
125 
185 


280 

330 

150 

175 

130 

150 

110 

130 

333 
333 


383 
383 
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TA3LE  XIII,  Continued 


Title  of  Poaition 


Number  of 
PoBitions  2/ 


Mlnir.un 
Salary  3/ 


Max! nun 
Salary  3/ 


State  Board  of  Health 

Asst.  Dir.  of  Division  of  1 

Maternal  and  Child  Health 

Director  of  Health  Education  1 

Assistant  in  Health  Education  1 

Supr.  of  Public  Health  Nvirsing  1 

District  Advisory  Nurso  2 
Nursing  Consultant  in 

Maternal  and  Child  Health  .  1 

Orthopedic  Field  Supervisor  3 
Local  Public  Health 

Nursing  Supervisor  1 

Senior  Public  Health  Nurse  6 

Junior  Public  Health  Nurse  12 

Assistant  Public  Health  Nurse  1 
Public  Health  Nurse 

in  Training  1 
Director  of  Division  of 

Stsrvices  for  Crippled  Children  1 
Director  Division  of 

Industrial  Hygiene  1 
Director  of  Division  of 

Water  and  Sewage  1 
Sanitary  Ensincer 

Division  of  Water  and  Sevage  1 
Director  of  Division  of 

Food  rjid  Drags  1 
Asst.  Dir.  of  Division  of 

Food  and  Drugs  1 

Chenist,  Div.  of  Food  and  Drugs  1 

Sanitary  Inspector  3 

Director  of  Hygienic  Laboratory  1 

Asst.  Dir.  of  Hj'gienic  Lib.  1 

Junior  Bacteriologlst-Serologist  4 
Deputy  Registrar  of 

Vital  Statistics  1 

Fiscal  Agent  1 

Senior  Stenographer  12 

Intermediate  Stenographer  7 

Junior  Stenographer  2 

Intermediate  Clerk  2 

Laboratory  Helper  1 

Unemployment  Compensation  Commission 

Director  1 


$300 


$350 


250 

300 

150 

200 

233 

283 

175 

225 

165 

215 

175 

225 

160 

200 

150 

183 

135 

150 

135 

135 

100 

100 

300 

350 

300 

350 

300 

350 

150 

200 

250 

500 

200 

250 

175 

225 

150 

200 

300 

350 

183 

233 

125 

175 

217 

267 

200 

250 

135 

160 

120 

140 

100 

120 

120 

140 

100 

120 

330 


380 
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TABLE  XIII,  Continued 


Numter  of 

Minimum 

Maximum 

Title  of  Position 

Positions  2/ 

Salary  3/ 

Salary  3/ 

Unemployment  Compensation  Commiesion 

Attorney- 

1 

$280 

$330 

Chief  Field  Advisor 

1 

230 

280 

Field  Advisor 

6 

190 

230 

Supervising  Claims  Examiner 

1 

200 

240 

Clainb  S:caniner 

1 

160 

200 

Chief  AccountEint 

1 

225 

275 

Accountant 

2 

170 

220 

Senior  Acco\inting  Clerk 

1 

145 

165 

Senior  Clerk 

1 

145 

165 

Intermediate  Clerk 

2 

130 

150 

Junior  Clerk 

8 

120 

140 

Supervising  File  Clerk 

1 

130 

150 

File  Clerk 

1 

120 

140 

Secretary 

1 

150 

170 

Interuediatc  Stenographer 

5 

130 

150 

Junior  Stenographer 

1 

120 

140 

Bookkeeping  Machine  Operator 

2 

130 

150 

United  States  2bployment  Service  4/ 

Director  1 

Associate  Director  1 

Field  Supervisor  4 

Manager  4 

Senior  Interviewer  16 

Junior  Interviewer  20 

Chief,  Research  &  Statistics  1 

Accoijintant  1 

Intermediate  Clerk  2 

Jimior  Clerk  12 

Senior  Stenographer  1 

Intermediate  Stenographer  1 

J-unior  Stenographer  13 

Key  Piinch  Operator  1 


330 

380 

300 

350 

250 

300 

205 

255 

170 

210 

145 

170 

250 

300 

195 

245 

130 

150 

120 

140 

145 

165 

130 

150 

120 

140 

120 

140 

1/   Includes  all  classified  positions  as  of  December  31,  1943. 

2/  Number  employed  as  of  December  31,  1943. 

3/  Minimum  and  maximum  monthly  salaries  based  on  compensation  plans  in 
effect  December  31,  1943, 

4/  Figures  given  for  ninimvun  salary  and  maxlnun  salary  are  based  on  basic 
rate  of  pay,  and  do  not  take  into  account  overtime  pay  for  tine  worked 
In  excess  of  40  hours  per  weok. 

42. 


PERSONS  DESIRING  FURTHER  INFORMATION  OB 

CANDIIIATES  WISHING  TO  PARTICIPATE  IN 

MERIT  SYSTUi  EXAMINATIONS  UNDER  THIS 

SYSTEi^i  MAY  ADDRESS  INQUIRI3S  TO 

MELVIN  P.  MARTINSON 
Merit  System  Supervisor 
16  Granite  Block 
Helenn,  Montena 
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